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AGEZNDA
FOR THE

CIA CAREER COUNCIL

J4+th Meeting, Thursday, 10 November 1955, at 4:00 P, ife
DCI Conference Room, Administration Building

1. Minutes of the 13th Meeting; {attached) for aporoval.

2. MRevised Personnel Promotion and Assignment Policies®,
dated 27 October 1955; (attachaed) for consideration.

Sa "Hevision of Ta‘ble of Orranization %o Rgflgg;t Yappower
25X1A ~ Steffing and Development Reguirements (Proposed Regnl:g
- R‘.@n |9 date?“:?? October 1955; (attached) for

consideration.

4. HNew business.

Approved For Release ZOWRDPSO-M826R000700080013-7




STAT Approved For Release 2003/04/17 : CIA-RDP80-01826R000700080013-7

Approved For Release 2003/04/17 : CIA-RDP80-01826R000700080013-7



e

hia AN .
Apprgve_d For Release 2003/04/17 : CIA-RDP§0-p1m 760080013-7
h T %0
ean,

" Denmia

MINUITES
OF THE

CIA CAREER COUNCIL

13th Meeting, Thursday, 15 September 1955, 4:C0 p.m.
DCI Conference Room, Administration Building

Present: Harriscn G. 'Reynolds, D/Pers, Chairman
Shermen Kent, Acting DD/I, Alt. for oD/I, Member

B. Kirkpatrick, IG, Member
D/CO,/Member o
ing DD/P, Alt. for ID/P, Member
25X1A9A /TR, Alt. for D/TR, Meuber
—Tawrence K. WoIte; Do/S, Member
lecutive Becretary

25X1A9%A , Reporter

Guests

Lawrence R. Houston, General Counsel

£ Paysonnel
gsteff, Office of Training
25X1A9A Office of Personnel

t/3 - Fitnese Report Tesk Force
e of Personnel

ter Prforzheimer, Legislative Counsel :
/DD/P - Fitnesa Report Task Force
54/0D/1 - Fitness Report Task Force

John 8. Warner, Deputy Genersl Counsel

25X1A9%A

1. The mioutes of the 12th Meeting of the CIA Cereer Council were
approved as éistributed. i

5. Mr. Houston commented on the following paragraphs of the minutes of
the 12th Meeling:

B k.o, (Section 5, Authority to pay travel expenses of dependents
of overceas employees . . .} - The usage of "sulteble medical facility”

io sgreed to by the ‘Ch:l.ef , Medical Steff, and the Geperal Counsel.

». h.f, (Section 6, Authority to pay costs of medical treatment
for overseas dependents . . .) - The Chief, Medical Steff and the General

Counsel are in egreement with the langusge &b originally presented Lo
the Caveer Council at its 12th Meeting on 9 September.

c. k.o, (Missing Peresons Legislation) - After discussion with the

Approved For Release 2003/04/17 .i A-RDP80-01826R000700080013-7
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Burean of the Budget and the Department of Defense, CIA will support the
Department of Defense Bill but we will have ocur own Bill ready ln case
suything goes wrong at the last minute.

3. Mr. Pforzheimer, in commenting on educationsl allowances for forelgn
nationels | | stated that, after discussions with the Office of 25X1A7B
Fersonnsl and the Compsroller's Office, the General Counsel.'s opinion was that ‘
the proposed legislation approved by the Cereer Council at its 12th meeting on
9 September would cover those employees if desired.

L, Ttem two on the agends, "Status of Membership in the Career Steff 5"
was nobed. .

5. Ttem three on the agenda, prcposed Retirement Legisletion, which bad
beer. h2ld over Tor discussion from the last meeting, was presented to the Career
Council by Mr. Warner. The proposal embodies that which was sdopted in 1953 by
the OTA Cereer Service Board, except thet (a) the provision for double credit of
servics at sn ushealthful post has been eliminated; (b) time end a half credit
for overscas service would be retroactive to 18 September 1947 [ the Career
Council confirmed the "starting dste" as 18 September, not 20 September_/; (¢)
winimin voluptary retirement age would be reduced frow 55 to 50 years.

6. There were dlstributed to the members of the Career Council coples of
o Btaf® Study, "Positions for Career Developuent Programs ," dated 15 September,
from the DD/Pers/PD, which conteined a roster (8tatus of Positione as of 15
September} of persons occupying Cereer Development positions. It was agreed
+hat the recent establishment of ceiling controls should not be allowed to hemper
ine Carcer Developwent Programs now ubnderway nor the proper asslgrment of persons
wiho have completed their programs. The DD/S end the D/Pers agraeé to vork out a
soluticn o the current difficulties within the celling established hy the oer.

7. Tuaere were distributed to the merkers of the Career Council copies of
e Steff Study, "Reinsurence of Voided Jommercial Insurance Due Lo Action Taken
by Employees Under Agency Orders,” dated 15 September 1955, from the W/Pers/?n :
snd the Deputy General Coupsel. The Career Coumcil approved the recommendations,
which were: (a) that this metter not be given further consideration, at this
time, from the standpoint of proposed legislation; {b) that the General Counsel
seek pocessary clarification with the Buresu of Fmployees' Compencation amd the
Comptroiler Genersl; (c) that the CIA Career Council epprove the conclusions in
pripeinie and that this matter be referrzd to the Genersl Coussel and the Office
of Perscomel for whatever further study is necessary. : :

g. The proposed new Fiinese Report (Ltem four on 3 resented
25X1/|S§Atmww&mlaas Report Task Force, Messrs. 25X1A9A

The only controversial matter was whether or not the
Pitpness Report should be shown to the employee being evalueted. It was sgreed
that experience had shown that an Agency-wide policy oan this metter wvas necessary.

o5X1ABA[______ | revieved the circumstances under which it might be umwiee, operation-
ally, 7or & supervisor to show a Fitness Report to the person being evaluated,

- -
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especially in an oversess situation. It was recognized, however, that sivce the
fall of 1952 it hae been mendatory for the supervisor to discuss the evaluation
with the subject. It was recommended and epproved that the word “optionel" be
deleted from the instructions in Part I - Performsnce » and that "It is the policy
of the Agency to show" be imserted. The imstructions in Part II - Potentisl re-
main the same; this pert of the Fitness Report would never be shown. In isolated
instances, where circumstences exist which make it impractical cperationally or
otherwise to show the first part of the Fitness Report to the employes, the super-
visor is requived to sc state; however » when the circumstences are saltered, the
report must then be shown the employee. [' The imstructions of Part I - Perform-~
ance, as finally revised, read as follows: "This report is designed to help you
express your evaluation of your subordinate and to tramsmit this evaluation to
your supervisor anf senior officiels. Organization policy requires that you in-
form the subordinate where he stands with you. Completion of this report can help
Jyou prepare for a discussion with him of his strengths and wemknesses. It is also
Orgamization policy that you show Part I of this report to the employee except
25X1A under conditions specified im Regulatiof | It is recommended that you read
the entire form before completing sny questicn. If this report is the INITIAL
FEPORT on the employee, it MUST be completed and forwerded to the Office of Person~
nel no later then 30 days after the due date indicated in item 8 of Section A
balow.” j It was also agreed that there would be added to Part II - Potential,
the following: “Indiceste the approximate mumber af menthe the reted employee
hus been under your supervision. /7 " Mr. of the ARE Staff, repre- 25X1A9A
senting Dr. | stated that in his opinion Dr. | |wau1¢1 have no
objections ' se minor revisions.
| 25X1A9A

25X1A9A -

‘ 9. Item five oun the agenda, "Possible Conflicts Between the CIA Career
SBervice Plan and Statutory Rights of Veterans," and item six, "Summary Report of
the Actlvities of the Career Services," were tabled for review at g Tuture
meeting. .

10. ‘The meeting adjourned at 5:20 P.m.

25X1A9A

ecutive Secretary
CIA Ceareer Council

-3 -
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SUBJECT: Hevised Personnel Promoticn and Assigoment I'olicies

do  The pertinent features of the'Agam;y-‘s :;meaént zagignmert policy -'
25X1A [ ]provide; | |

(1} s & mile, the asployeets grade will be no hlgher than that suthor-
ized for the position which he occuples. ;

. . I
A ewployee may e assigned to a position of algher ygrade than
hie own,

=
a2
S

{3) Temporary assigoment of employess to lower graded jobs is authore
ized under stipulated conditicns. 3uch assignments ars limited te
one psrcent of the component's sedilng. i

4o DISCUSSICN: : o |

&.  In the spplleation of existing promoiion policies, there sare times wher
' ths requirsment tbal s person must be performieg bigher yruie duties %o

be promoted runs counter to the Acency’s need for Flexibiid Ly in proe

moting employees based on (1) their velue to- the Agency, 2; willingnes:

to sarve ia all areas, and (3} compeiitive evalusilon of sach employee’:

abilities end accomplishments with otuers at their yrade ‘eval snd in

the seme Career Service, Application of conventiocasl poaition englysis

Lechndgues to duties assigned to career enployees sometimss results in

denyirg them promoticns when the evaiuation of the job doas net werrant

%8 upgrading and therefore cannot aceommodete the promoiion, This is

mat apt %o ocour in overseas agsigaments when sn idvid.al cannot, in

the best interests of the Agency, bz resssigned (until ho coapletes his

tour of duty) to another position wodch would eceommodete the promotion.

kven dn Headquartere, there are occasgions in which indivicuals are so

closely asscclated wiih a project or operation tha: it is contrary to

the sgency s beat inturests to reassign them preveuurely to other posi-

tdoms of lvigher grade in order to obtain promotico. Unde any of these

ciroumstances, it doss not seem equitable for the igency o deley or

deny an anlioyee's promotion solely because of the srade «f the positior

in vhich the Agency needs him at the mament ;

b.  The "prom tion block® situsition described should not be resclved by @&
dlatortion of the Agemcy ciassificstion structure o aceomuodete each
promotion. Jnsteed, it is essentic! o sound menaganent that, the
clessificalion structure of each orjanization be valiid in order that
the best personnel sssigoments and ophimom perscunal utilization may be
obtained vver the lony run. ?

¢»  The inequiiies of the present promosion policy cowid be resclived by
revising e policy to authorize the vromotion of en empicves who has \
been competitively selected for pracaiion by the Head of his Career

N |
Approved For Release 200:3/04/17 r;.,CIA-RDP80-01826R000700080013T7
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SUBJECT: Revised Personnel Promotion and Assignment Policies

d.

Go

5

8o

be

Servlice but who must temporarily remain in a job classified at his
current grade. Such a revised policy would operate within certain
budgetary and grade controls, discussed in paragraph e below, to ensure
that totel grade muthorizations for each Career Service are not exceed-
ed,

To maintein consistency with the revised promotion policy es described
herein, added flexibility in the existing assignment policy could be
attained by eliminating the one percent control limit presently appli-
cable to assiguments of employees Ao positions of grades lower than
their own., It seems preferable that Heads of Career Services should be
able to assign personnel to lower graded positions as justified by
operational exigencles, so long as the total grade structure of the
Carger Sexvice ls not exceeded. The present one percent limitation on
guch assignments ls an arbitrary limit without empirical justification.

The Heeds of Career Services play a major part in administering the
Agency'a promotlon end sseigmment programs. Therefore, it would simplify
administration of these revised policies if procedures to control pro-
motions and assignments were established in relation to the grade struc-
ture within each Cercer Service and administered by Career Service Heads,
Fffective controls could be introduced if all ,ﬁ%ﬁ%ﬁpfé ARG Sty
suthorized positions were tabulated e level for each Care

BUuLNoTA g ;- by grade 1 Career N
Tl T 0 S 1 s

identified as the "Career Service Grade Authorization®. Esch Career
Service would be responsible for ensuring that the distribution of em-

- ployees by grade levels within the Career Service would not exceed the

#}fﬁ'ﬁ%ﬁ gtructure of each Career Service coxu%g be : Sﬁ#; zﬂgnﬁ;quita—
ble and uniform basis, military persomnel bl

BSH XAy MWA would be charged against the Career Service
Grade Authorization based on the assimilated rank table

grade authorizetion thus computed. In order that the o&@gy staffing

CORCLUSTONS:

Applicatlon of conventional position evaluation techniques needs to be
coupled with flexible promotion procedures to permit an employee!s proper
advencement when the interests of the Agency require his services in the
lower graded position.

Heads of Career Services should be authorized to meke assigmments of
personnel to lower graded jobs as required by operationsl needs pro=-
vided that such assignments do not exceed the totel grade structure
authorized for the Career Service.

A . roved For Release 2003/&4/17 : CIA-RDP80-01826R000700080013-7
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SUBJECT: Revised Personnel Promotion ard Assignment Policies

Co

8.

bo

L

Rovised policies and comparatively simplified controls to correct the

-problems discuszed can be introduced.

RECOMMERDATIONS

. It is recommended thaet the Director of Personnel be directed to prepare

implementing documents to:

Authorize the promotion of an employee to one grade level above that of
the poaition to which assigned vhen this action is merited based on the
competitive evaluation of the employeefs accomplishments end value to the
Agency and provided that it is in the best interests of the Agency to
retain him in the position concerned.

Eliminate the one percent of component celling as a control figure which
1lmits the assignment of persomnel to lower graded positions and provide
in lieu thereof that such assignments may be made as required by operating
conditions subject to controls at the Carser Service level outlined in
the following paragraph.

Control sssignments and promotions %o ensure that total Stafiing suthori--
zations by grede level and Cureer Servics are not exceeded. The controls

will bs established by requiring that each Csreer Service msintain an

employee grade distribution that will not exceed the Career Service (rade
suthordzation.

ILLEGIB

25X1
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27 October 1955 —

Gl f o S s S Ser T
T0 i Director of Cemtrel Intelligence Mj;:,/é e
Maﬁ ,

SUBJECY: Revised Persomnal Promotion and Assigmment Policies

1o FROBLEM:

To ravise personnel sssigmment and promotion polieles to meet demands
for added opsrationsl flexibility.

2o ASSUMPTIONS:

&> That the Agemcy will continue to use the pay gradss and pey soeles
provided by the Classification asct of 1949, ea anended, but may makc
edditional modifications of basic Classifiestion sct principles inscfar
&5 1o necessary to incresse effsctiveness of perscnnel management in
weabting operational requirements.

b,  That existing | Tables of Organigation, will be revised to pro-
vide for a Table of Organizetion for each Direetorate consistirz of a
Steffing Complement and a Development Gomplement.  These Complsments
will consist of the authorised positions to whieh ageignments and proe
motions may be mede, . »

Fo  FACTS BEARING OF THE PROBLEM;:

8. Heads of Career Services are respensible for ensuring thet all emploress
uider thelr jurisdiction are considered for promotion and for recom-
mending %o the Director of Persomnel the promotion of thoss who arve best
qualified,

bo  There are times when the concept cf promotion for merit, based on a ccm-
pstitive evaluation of employesls accomplishments and valus to the
Agancy, runs counter to the concept of pay besed soiely on current
duties performed,

¢.  Eriating requirements for promotior [ Hneludes
1; time-in-grade requirements; (2} quatificetion requirements; (3) existe

eace of a sultable higher graded position through either a vacancy, estab-
iishment of & new position, or the reclassification of an axdsting position.

S G R e T
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SUBJECT: Revised Porsonnel Pramotion and sssignment Policles

A d. The pertinent features of the igenoy's present asaigmment policy
25X1 |

ba

Co

provides

{1} s a rule, the employee's grade willl be no highar than that suthor-
tzed for the position which he occuples,

{2}  An employes may be assigned to position of highar grude then
rle own.

{*} Temporary agsigmment of employaes to lower graded jobs is author-
ized wder stipulated conditions. Such essigmments aie limited to
one pereent of the componentis ceiling.,

DISSUSSI0N:

Ir the application of existing promotion policies, thexe are times when
the roquirement that a person muist we performing higher grede dutias to
be cromoted runs counter to the Aganey's need for flesdbili bty in pro-
Wkinyg employees based on (1) their value to the ‘geney, {2) willingress
te 2arve in sli aress, and (3) ccmpetitive evaluation of eezh employeeis
atfiities and accomplishments with others 6% thelr grade level end in
tie some Carser Service, Application of conventiinal position soalysis
techulgues to duties azsigned %o cerear smployees sometimes results in
denying then promotions wiem the evaluntion of the job does not warrant
its upgrading and theraefore cannot accommodate the promoticn., This is
mowt aplé to oecur in overseas assigments when en fndividuai carnot, in
tho best interests of the Agency, be reassigned (until he completes his
Lour of duty) to another position vhich would accommodate the promotion,
Evsn in Headquarters, there are occesions in which individusls are so
closely assonieted with a project or operation that it ia contrary to
the goency®s best interests to reasslgn them premsturely to other posi-
tlons of higher grade in order to cbiain promotion, OUnder sny of these
clrouwgtances, it does not seem equitable for the sgemcy to delsay or
deny an employeats promotion solely becsuse of the grade of the position
in vhich the igency needs him at the moment .,

Tha "promotion blockh situation deseriberd showld not be resclved by =
disiortion of the Agency classificstion structure o accomrodate each
prorotion. Instead, it is essentlel to sound mansgement that the
classification structure of each organization be valid in order that
ths best persomnel aszigmments and optimm personual utilizatior may be
obsalved over the long run,

Ths ineguities of the presant promotion policy could be resolved hy
reviaing the policy to euthorize the promotion of an employas who hes
beeu competitivaly selected for pramotion by the Head of his Career

Approved For Releasg_ %ﬁgﬁg% CIA-RDP80-01826R000700080013-7
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SUBIECT e Revised Perasonnel Promotion and Assignment Policies

PERVics but who mst temporardly romain in a Job clasgified at hisg
currant grade. Such a revised peliey would operate within certain
tudgetary and grade controls, discussed in parsgreph e below, to ensurs
thet total grade authorizations for asch Caresr Service are not e4cosd-

PEpy]
i

e To maintain consistency with the revised proawntion policy as deseribed
Lerein, added flexibility in the exisiing assignuent policy could be
ained by eliminating the one percent. control limit presently appits
ie to sssignments of amployees to positions of grades lower than

ir oun. It seems prefersble thet Heads of Caresr Services should be
e to sasign perscnnel to lower graced positions as justified Ly
rational exigencles, so long as the total grade structure of the
cer Lervice is not exceeded. The present ons percent ldmitetion orf
rezh assioonents is an axbltrary limit without empirical justificetior.

¢ Heads of Caveer Services play & mejor part in administering the
wyts promotion and sesdgnment rrograms. Therefore, it would simpliLy
irdstration of thess revised poiicles 1f procedures to sontrol Pt
soirne and nssigmments were estavilshel in relation to the grade ghniow
‘2 within each Carser Service and adunini stered by Career Serviece Heads,
otive eontrols could be introduced 1 all staffing Complemart posi-
<003 wara tabulated by grade lewel for each Career Service, a propop.
ionste adiustnent b each grade level mada %o rocognise Development
1% positicns, and this eomidned euthorization idenidfie es wWie
or 33rvlce Grede Authorization®, Eech Careor Sarvice would be
ansible for ensuring that the distribution of” snployees Ly srede
%8 within the Career Service would not exceed the grade aulsordzation
computed, In order that the on-bonrd staffing stetue of sach Caresy
ice could be computed on an equitabie and wniform baglsz, military
wenel assigoed to Staffing or Davelopment Complaments would be
i ageivet the Career Service Grads Aathorizetion based on the - 25X1A

o GRECLISTONS

1isation of conventlonnd position evalustion techniques needs to be
ted with floxible promotion procedures to pernil an employea®s proper

soent when the interesis of the Agency require his services in the
* gradad poaition,

L. Eoads of Cereer Services should be authorizod to make esaignments of
persomael to lowsr graded jobs as raquiced by oparational needs Pro=
viged that such assignments do not excesd the total graude structure
eiothorized for the Gareer Serviecs,

Approved For Release J063f04m7-¥C1A-RDP80-01826R000700080013-7
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SUBJE(Y: Revised Personnel Promotion and jissignment Policies
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bo
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5

kevised pollicles and comparatively simplified controls to correct the |
prcblems discussed can be introduced.

RECOMMENDATIONS

It is reconmended that the Direstor of Persomnel be directed to prspare
faplementing documents to:

Anthorige the promotlon of an employee to one grade level above that of
the position to which esaigned when this action is merited bessed on the
mompetitive evaluation of the employee’s accomplishments and value to the
Azency and provided that 1t is in the best interests of the Agency %o
r3bain hdm in the position concerred.

Ellminate the one psrcent of component ceiling && a conirol figure whdch
Timits the assignment of personnel to lower graded positions and provide
in dieu thereof that such assigmments may be made a8 required by opereting
conditions subject to controls at the fareer Service level outliinel in

tie following paragraph.

Conlrol assigrnuents and promotions to ensure thet totel Staffing Aiuthori-
zatiore by grade level and Career Service are not exceeded, The controls
will be established by:

{1} Computing Career Service Grade suthorizetions by taltulating by grade
ievel all positlons designsted to each Carser Sexrvics on Staffing
Compiements plus appropriate proportionate sdjustments at each grade
Jevel to consider the Development Complemearts.

{2} Koquiring thet each Career Service maintain an employee grede
distribution thet will not exseed the Career Service Grade Authore

ization. »
Approved for submission to Career Councll /3/
Lo Ko WHITE
teputy Director
(support)
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CONFIDE NT 10 Novenber 1955
== LICENTIAL
REGULATION |
| -
NOTE: Technical and editorial. changes PERSONNEL
have been incorporated in this revised
draft. There are no substantive changes.
Deleted words are shown by strike out;
new words are underlined.
TABLES OF ORGANIZATION }|
L.  GHIERAL i

This regulation establishes the policies and responsibilities governing the
development and maintenance of Tables of Organization in the Agency.

e POLICY

a. The Table of Organization reflects the Agency®s AAAALLASA LAGELL Aty

£## personnel suthorization of staff employees and staff agents and fif

of those detailed military personnel and detailed civilian persomnel who
will function within the Agency in a staff capacity.

b.  The Table of Organization is composed of two principal elements the
total of which constitutes ceiling:
oy The Staffing Complement which reprqsgnts‘the authorized manpower

{number, type, and grade) necessary‘for each organizatiohal corm-
ponent to enable it to discharge its currently assigned functions.
(2} The Develcpment Complement which provides the essential flexibility

t¢ enable aach Career Service to administer the recruitment and

initial orientation of personnel as well as to train and process

» -,
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personnel for rotation between headquarters and field asgignments.

The Development Complement represerts the auth&fizatibn for those

employees in each Career Service who are in the following status

and are not charged to a Staffing Complement.

(a) New Employees--Recently appointed professional employses who

are engaged in orientation and training for pericds in excess
of thirty days before being assigned to a Staffing Complemen:
and recently appointed clerical employees who are assigned to
the Interim Assignment Section pending their assignment to a

Staffing Complement.

(b) Returnees from Cverseas--Employees who have returned {PCS)

(e)

(d)

{e)

from an overseas assignment and have not been reazsigned to
a headguarters Staffing Complement. .
Projected Overseas Assignees--Employees who have been released

from their previous assignments and are in the process of pre-

' paring for specific (PCS) assignments to Staffing Complements

overseas,
Trainees--Employees who are engaged in full-time external or
Agency training for periods in excess of ninety days.

Detailed Personnel--Employees who are iorma)ly detailed outsics
the Agency for a pericd in excess of Al ddfffif thirty days

will be assigned to a Development Complement. .

o)
&
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3.  RESPONSIBILITIES -
&o  Deputy Directors. and Operating Officials* are.responsible for developing

Staffing Gomplement proposals. Deputy Directors will be kept AANIS4d

dnformed of Agency budgetary and personnel ceiling ZﬁﬁﬂﬁéﬂiéﬂﬁngllOQEEEEg

waich will be reviewed periedically and allocations made to each Directorate

49 reflect changes which have been approved by the ESyieW3;;.Th$ authorized

Staffing Complement will dAfgfflAs reflect the organizational siructure,
nmmber,_tyﬁé and grade of employees authorized for a particular organiza-
tional uni£ and will replace its present organization T/0. Policy and
oserational commitments either to perform, expand or contract purticular
functions Qust be made within these limitations énd adjustments made
accordingly. Operating Officials.will ordinarily notify the Chief,
Frnagement Staff, the Comptroller, and the Director of Personnel simulta-
neously when they begin the process of developing new Staffing Complemeni,
proposals or proposals involving significant changes in existing Staffing
Complements and Development: Complements. This will expedite Steffing
Complement and Development cdmplement processing by enabling these Suppert
Cfficers to contribute their staff assistance early in the brocsss. This

¥rocedure will also develop mutual understanding among the operating

* Operating Officials include: Chiefs of Senior Staffs and Area Divisions

under the jurisdiction of the Deputy Director (Plans); Assistant Directors

under the juriediction of the Deputy Director (Intelligence); and Chiefs

of Staffs, the Comptroller, the General Counsel, and Birectors of Offices

under the jurisdiction of the Deputy Director (Support).
3
SuFmC-R-E-T
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oificlals and staff elements concerned which will minimize processing
Gelays during the formal review of Staffing Complement and Development
Complement proposals. '

L. In addition to the Staffing Complement authorizations for each operating

camponent, Deputy Directors, and fAf#df BEFF LSS WS Heads of Carser

'ﬂrv:s,ces whom taey designate will be authorized Devﬂopment Conplements

Tor the assignment of returnees from overseas, projected oversess
~ssigneesﬁ recruits, outside details and trainees as defined in
paragraph 2b above. Heads of career Services are responsible for review-
ing the experlence within their Career Serv¢ces relative to the rumber
of individuals in such statug and for proposing Development Complements
cf apbropriate size to accomodaté_such personnel. - It will be assumed
tiat the_average GS grade within each Development Complement iz simiiap
to the average grade of the Career Service concerned,‘ Deputy Directors
aad Heads -of Career Services are responsible for the proper utilization
and administration of emplqyees during the period of their assigrment to
the Development Complement . Even& éffort will be made to insure that
nanpower is retained in this status only for the péricd of time necessary
to éccamplish the stated orientation, training,-rotation9 or related
objJective, _
.ca The Deputy Director {Support) for the DCI is respon=ible for the review
) and final approval of Staffing and Development Complements.

(1) The Chier, Management Staff is responsible for providing staff

asgistance to operating officisls in the development of Staffing

Approved For Release '206&014,14}7 : CIA-RDP80-01826R000700080013-7
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Complement proposals; for examining Staffing Comple&gnt proposals
as to their socundness of organizationai sbtructure, functiocns and
procedures and for final recommendation as to the manpower and
nurbers and type of persons inmvolved; he is responsible for g

LR FAEMMEAAAYIPH preparing recommendations to the DD/S on

Staffing and Development Complement proposals including the

preparation of a consolidated recommendation for appropriate action
by the Deputy Director (Support); reviewing all Staffing and
Developmént Complements each ysar to determine their relevaucy to
current manpower requirements and yAXIL/AprAfiALE coordinating
such findinga as necesgsary with those offices coﬁcerned; for
developing and maintaining specific proéedurea which will eusure
the expeditious processing of Staffing and Development Complement

proposals.

The Comptroller i responsibie for providing staff assistance to

operating officials in the development of Staffing and Development
Complement proposals and for examining such proposals in relation

to budgetary, fiscal, and related matters pricr to the submission

of such proposals for approval.

The Director of Persomnel is responsible for providing staff assist-

ance to operating officials in the deﬁelqpment of Staffing and Develop-

ment Complement proposals, and for evaluating positions on authorized
Staffing Complements, including the proper identification of such

5
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positions by Career Service; the maintenance and dissemination of
. Staffing Complement and Developuent Complement records; for apbroving
' |
the assignment of personnel to beth Complements and for maintaining

appropriate records concerning each individual so assigned.

)
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MEAORANDUM FOR: Deputy Director (Supvort)

SUBJECT : Revision of Table of Orgarization to Reflect
‘ ' Manpower Staffing and Davelomment Requirements
25X1A . (Provosed Regulation y

1. The Management Staff and the Office of Personnel have
carefully reviewed the several nlans and recorrmendations regarding
the above subject and submit herewith a revised single proposal
on behalf of Management and Personnel,

2, In submitting this plan consideration has been given to
the comments and recommendations of SSA/DDS which are in accord
with the joint viaews of Managenent and Personnel, However, we are
mindful of the requirements of the DDI and DDS organizations which
may differ;, in varying degrees, with those of the DIP, It is the
recommendation of Management and Personnel that thess differing re-
quirements be met by development of separate operating orocedures,
28 needed; to implerent the single basic policy and plan,

. Y )
‘ 3. Your anvroval of the attached basic plan is requested. Upon
anproval, immediate action will be taken to develon necessary imple-

menting orocedures. f
|

i

5X1A9A | /s/

y
‘ Harrison G. Reynolds
Chief, Managerent Staff Director of Personnel

Aporoved for Submission to the Career Council:

. _
L. K. WHITE
y Deputy Director (Susoort)

Attachmeﬁt:
25X1A Draft |
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1. GENERAL

This regulstion establishes the policie: and responsibilities governing the
developmont and mai#tenanae of Tables o Organization in the Ageney,
2.  POLICY
%o  The Teble of Crgenizetion raflects the Agercy's suthorized reguiremonts
for steff employees end steff sgents and for those deteiled military
perzennel and detelled eivilian parcomel wine will functior within the
,%NM@ﬁn:asuu?cmpudmn
bo The Teble of Crgenization is composad of two orineipel elements the
ﬁahﬂ,afxmaﬂxcmwtiMﬂms¢xﬁxhgx
(1) The 3taffing Complement widch represente the authorized DAXPOWST
(mmber, typa, and grade) nesessary for smch organizational ecom-
ponent to enadle it to diseharze its currantly assigned fumetions.,
(2) The Development Complement whish provides the cssentlal flexibility
to enable each Career Servicas o edrinister the recyuitmont and
initia) orientation of personnal as wall ss to tvaln and process
personnel for rotation betwesn headquerters and field essigmments,
The Development Complement reprssents the suthordzation for these
employees in each Caresr Serviea.uho cre in the following status
and are 2ot charged %o a Staffing Complement.

SallaaRuBi T
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New Employeos-<Racently sppointed professional employees who
are engeged in ordentation and training for pericds in excesa
of thirty days before being assigned to & Steffing Cemplement
ard recently appointed clerical employees who are asaigned to
¢the Interim Assignment Scotion pending their assigrment to a
Stalfing Cemplemont. |
Returnses from Overssas-Fmployses who have retwuned (PCS) from
en overssas asslgment and have not been reassigned to a heade
quartere Staffing Complement.

Projectod Oversess Assignees--imployess who have beer released
from their previous sssigrments and are in ths process of pro~
paring for specific (PCS) assigmments to Staffing Complaments
OVATHEAS -

Trainses--Employees vho nre engaged in {ull~time external or
Agency training for pericds in excess of ninety days.

to a Development Cemplement.

3,  RRSPONSIBILITIES

&.  Deputy Direcbors and Operating Officisls® sre responsible for caveloping

Stalting

“ Uperwuing Offlclals include: Chiefs of Sendor Staffs and Ares Divisions undep
the jurisdiction of the Deputy Directcr (Plans); Aseistant Directors under the
Juriadiction of the Deputy Director (Inteliigence); and Chiefs of Staffs, the
Compteollsr, the General Counsel, and Directors of Cffices under the jurisdio.-

tlon »f the

Complement proposals. Deputy Directors will be kept sdvised of

Daputy Divestor {Support).
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Agoney budgetary end persomnsl ceiling limitatioms vhich will be reviewed
psriodically and alloostions made to each Directcrate, The authorized
Staffing Complement will determine the organizational structure, mmber,

type, and grade of employees authorized for a particular organizationsl

uait and w1l replace its present crganization T/0. Policy and operatiomal
cormitments either to perfarm; expand cr contract partiecular functions must

b made within these limitations and adjustments made accordingly. Opsrating
OfMeiels will ordi.naxi]y notify tho t,;hie,efg, Manapgement Staff, ths Compirsiler,
ani the Director of Personnel simultanecusly when they begin the process of
daveloping wmew Staffing Complement proposals or rroposals involving sig-
niflcant changes in existing Staffing Complements and Development Cemplemenis,
Thia will expedite Steffing Complement snd Develvpment Complement processing
by ensbling these Support Officers o contribute their staff assiastance

eaxly in ths process. This procedure will also dsvslop mutusl urderstanding
among the opsrating officlals and staff elements concerned which will
mirimize processing delays during the formal review of Staffing Cemplement
and Daevelopnent Complement proposals.

b; In addition to the Staffing Complement suthorizations for sach operating
component, Depuly Directors, and Career Service Heads wham they designate
will be autsorized Develomment Cemplemerts for the assigmment of returnass
frem overseas, projected overseas assipress, recruitis, outside details and
trainses as defined in paragraph 2b sbove. Heads of Caresr Services ars
rosponsible for reviewing the experience within their Career Services rela-
tive to the mmber of individuals in such status and for proposing Development

, 3
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Cemplemonte of appropriate size te acoomcdate such persennsli. It will
be assumed that the average GS grade within each Developmeat Complement
is similar to the average grade of the Career Service conesrmed. Deputy
Divectors andi Heads of Career Services are responsible for ths propay
whilization and administration of mploynes during the period of theix
assigmment to ths Development Complement:. Every eoffort will be made to
insure that manpower is rotained in this status oaly for the period: of
tine nacsgsary to accomplish the stated crientation; training, rotation,
o related objective.

¢, The Deputy Director (Support) is responsible fer the reoview and ﬁ,ma;.
approval of Staffing and Development Complements.

(1} Thes Chief, Management Staff is reasponsible for providing staff
assistance to oparating officials in the devslopment of Staffing
Complement proposals; for examining Staffing Complemsat proposals
as Yo their soundness of organizationsi structure, functions and
proesdures and for final recommendation as to the manpower and
mmbers and type of persons involved; he is reeponsibls far the
final vecommendation on Staffing ard Development Complement prow
posals inclmiing the preparation of a consolidated ramnezﬂaé%n
for appropriate action by the Deputy Director {Support); reviewing
all Staffing and Development Complements each ysar to determine
thelr relevangy to current manpower rsquirements and will coordinate
such findings as necessary with these offices concorned; for developing
and maintaining specific procedures which will ensure the expeditious
procossing of Staffing and Development Complement proposels.
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(=) The Cemptroller is responsible for providing staff assistanes to

(3)

operating officials in the development of Staffing and Development
Complement propesals and for examining such proposals in relation

to Mgatary, fiscal, and related matters.

The Director of Persomnel is responsible for providing staff aseist-
ance %o 'operating officials in the development of Staffing and Develop=
ment Compiement proposals; and for sevaluating positioms on authorized
Staffing Complements, ineluding the proper identification of such
positions by Career Service; the maintenance and dissemination of
Steffing Complement and Development Complement resords; for approving
the assigmment of personnel to both Camplements and for maintaining
eppropriate records conqorzdng each individual so assigned.

SedialodmET
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